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Introduction
Today, there are all conditions for starting and developing a business in any domain needed: from various aspects of obtaining financial resources (crowdfunding platforms, grant systems, business angel assistance, etc.) to the possibility of using an office, because you can work remotely from different countries points of the world, as Covid shows us. Recruiting has also become significantly simplified - it is enough to choose from thousands of resumes for any job search.
Creating an effective team requires not so much special knowledge as determination and perseverance. The leader must set a goal: to organize the coordinated and trouble-free work of the team. Team members, in turn, must understand the seriousness of his intentions. There are five major barriers to effective teamwork. These are lack of trust, unproductive conflicts, failure to implement decisions, avoidance of responsibility and lack of purpose.
Start organizing teamwork by finding out the most basic things.

Tools for rallying employees into a team:
· the emergence of traditions and rituals (morning meeting, five minutes for gymnastics, honouring birthdays, a birthday cake at the end of the month, etc.);
· holding motivational meetings and meetings with the right to vote for everyone. It is important that events take place in an informal atmosphere so that employees can express themselves and receive feedback;
· corporate culture — publication of corporate newspapers, magazines, newsletters, maintaining closed groups in social networks. They can talk about common successes and about individual people;
· corporate events. It is not necessary to hold them in the format of a familiar holiday, it can be excursions, quests or sports competitions.
Teamwork involves mutual control of each other's actions.
All team members must be prepared to subordinate their personal interests to the needs of the team. Effective teams are relatively small, ranging from 3 to 12 members. 
For a team to be strong and viable, the leader must focus on the following five key tasks.

1. Building trust

Mutual trust is the foundation of teamwork “That’s the consequence of not defaulting to truth. If you don’t begin in a state of trust, you can’t have meaningful social encounters.” (Gladwell, 2020)
The essence of trust is the ability to fearlessly demonstrate one's vulnerability. If team members trust each other, they are not afraid to admit their own weakness, because they know that even if they fail, they will not be judged. The condition for such trust is the absence of a selfish desire to succeed at the expense of comrades. However, the development of trusting relationships is hindered by the natural desire of a person to avoid risk and protect their interests. To overcome this obstacle, the leader must set a personal example of what it means to trust his colleagues. Building trust can be started with something as simple as exchanging employee stories about themselves. Let everyone tell about their family, about their childhood and some problematic situation experienced in childhood. No matter how trivial this technique may seem, it will allow team members to learn a lot about each other and feel more comfortable as a result. It will also help to overcome the natural tendency of people to attribute the bad deeds of others to their character flaws, and their own to the action of objective factors. 
2. Skillful conflict management
To work effectively, team members must engage in productive conflicts over ideas, not people. Too often in the heat of a dispute, trying to prove their case at any cost, people forget that all participants in this dispute have the same goals. Often the debaters get personal, and one of the participants at the same time risks getting psychological trauma. One of the leader's tasks in this case is to put the team into a mode of continuous productive conflict, avoiding both insincere agreement and selfish polemics.
Transferring a team to a productive conflict mode can be started by drawing up a “conflict logical” portrait of the team. First, discuss with team members how they handle conflict and how they are used to expressing strong emotions. Process this information using formal analysis tools, such as the Tuckman  method for assessing behavior in a conflict situation or the Table Group model for assessing the frequency and depth of conflicts in a team. These diagnostic tools will not only help team members get to know themselves better, but they will also teach them terminology useful for understanding the nature of conflicts. The team should develop its own rules of conduct in a conflict situation, which may remain unspoken or be clearly articulated in the form of a charter.
This will help you to understand on what stage of progress the team is according to Tuckman’s Model.
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Our amazon Team has their conflict at Forming Stage as we see lots of internal arguments, so we have to find ways to solve the  issue and move forward.
What are the barriers to effective teamwork identified in this scenario and how we can fix the issues in order to succeed?

Often in the heat of a dispute, trying to find their rightness at any cost, people recognize that all participants in this dispute have the same goals. Quite often, the debaters become personal, and one of the participants in this risky psychological trauma. On the other hand, there is a feeling of discomfort that usually accompanies a conflict situation. They refuse to seek the truth in the dispute and adhere to an unproductive agreement on all issues. One of the leader's tasks in this case is to put the team into a mode of continuous productive conflict, avoiding both the insincere messenger and selfish polemics. 


Also  people who verbally agree that conflict is necessary for effective work subconsciously avoid confrontation,by conversation we make things clear “This is the first principle of dialogue—Start with Heart. That is, your own heart. If you can’t get yourself right, you’ll have a hard time getting dialogue right.” (Patterson et al., 2012)
When an argument arises between team members, explain to them that differences of opinion are a completely normal (and even desirable) course of events. This does not mean that the team should be in conflict all the time - a productive discussion is needed only on the most important issues. Seek to unearth the underlying causes of disagreements, encourage people to speak up about their concerns, and channel emerging conflicts into fruitful channels.
“If a team disagrees on a difficult issue, resolve the situation based on the following conflict resolution model. First, isolate the problem underlying the conflict and identify the obstacles to its resolution. On the board, draw a circle with the problem statement, then place this central circle inside four concentric circles to make a figure like a target. Name the first circle “information obstacles” – for example, this is the lack of the necessary information to solve a problem. In the next circle will be "organizational obstacles" - for example, lack of working time or space. In the third circle, list “relationship barriers”—difficulties associated with how people communicate. Finally, the outer circle is "personal obstacles." Identify the conflict-causing factors in each of these categories, and work together to try to "break" through the outer circles to the central one to get to the heart of the problem.” (The five Dysfunctions of a Teamwork , Lencioni and Okabayashi, 2008)


3. Education of diligence
The members of an effective team must be ready to implement any decisions made by the team. Such diligence does not mean unanimous approval. It can take forever to gain the approval of all team members, and you end up with nothing but temporary compromises.
Instead, focus on other components of the willingness to implement decisions - internal support and clarity of understanding of the decisions made. Internal support is the consent of a person for the common good to carry out a decision with which he does not agree. The task of the leader is to enlist such support. Clarity is another component of performance. Sometimes it turns out that people support the decision made by the collective only because they do not understand its meaning or believe that it does not concern them personally.

4. Taking responsibility

For the team to be as productive as possible, its members must be accountable to each other. Mutual control implies a good knowledge of the requirements for the quality of work. If you are a team leader, set an example for others.
After everyone has spoken, discuss the positive traits and summarize together. Finally move on to the negative traits. Their discussion should end with your comments as leader. After that, the degree of frankness in the relationship between team members will increase significantly, and the responsibility of people to each other will begin to strengthen. This feeling should be maintained - for example, by assigning individuals to make short reports about their work at general meetings, so that all team members know about each other's contribution to the common cause.

5. Formation of purposefulness

Creating favourable psychological conditions for effective work is a necessary thing, but there are often situations when everything is in order with the working atmosphere in the team, but it does not shine with results. This situation occurs most often when the attention of the team is unfocused. People should think about the goals and objectives facing them, without being distracted by anything else.
Develop your own performance measure that should play the same role as a football scoreboard. This indicator should be made clear, unambiguous and visual. Limit the number of parameters evaluated so that the evaluation process does not become a distraction from work. Evaluate objective phenomena that characterize teamwork as a whole, and not the actions of individuals. You need a system of work that would overcome individual selfishness - one of the most serious obstacles to teamwork.

Typical difficulties in teamwork
When forming a team, questions regularly arise about how long it will take to create it and what should be the number of its members. The first steps in creating a team are acknowledging the fact that not everyone can join the team (at least in your particular team), and creating a mechanism for removing unnecessary people from the team.
The duration of the creation process, of course, depends on the specific conditions, but the foundation for effective teamwork can be laid in just a few days. The team should be small enough so that each person in it feels important and feels comfortable. Try to make sure that the number of people in the team does not exceed twelve. It should include only those who are necessary to complete the task. Set aside time in advance to build a team in your personal schedule. In the absence of the necessary skills, hire a specialist from outside. If you are not a team leader, be aware that some leaders do not believe in the importance of team building. In this case, try to convince them how valuable teamwork is. You will also probably have to face problems associated with the desire of some team members to sit behind the backs of others, or, conversely, to take a dominant position. You can overcome such obstacles only in an atmosphere of mutual trust. You can overcome such obstacles only in an atmosphere of mutual trust. To create it, the method of drawing up psychological portraits will come in handy - with its help, the team will learn to speak the same language. Outline the goals to be achieved by the time of the first review meeting, as well as the time frame for the first six months. Plan a schedule for further debriefing meetings and regular working meetings to exchange views. At work meetings, team members should be able to ask questions and clarify things they don't understand, rather than just expressing their point of view.






















Conclusion

Ensuring effective team work is an art, but mastering it is real. The main thing - do not give up, try and do not stop working. No wonder the brilliant businessman Henry Ford once said: “Coming together is the beginning; sticking together is progress; working together is a success.”
However, whether the recruited group of employees  will become a real team and whether it will work effectively is another question. It is important to find really talented employees who will not only be motivated and able to “gush” with useful ideas, but also share the professional vision of the business owner. And then - not to lose their potential and help everyone move towards a common goal.
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